
 

 
 

 

 

SINGAPORE: CHANGE IN MANDATORY RETRENCHMENT NOTIFICATION 
 

 
In September 2021, the Ministry of Manpower (‘MOM’) has announced a change in notification requirement in event 
of retrenchment of employees: effective 1 November 2021, employers with at least 10 employees are required to 
notify the MOM of all retrenchments, regardless of the number of employees affected.  
 
The current discipline  
 
Retrenchment is the termination of one or more employees due to redundancy or reorganisation of the employer’s 
profession, business, or work. This includes situations where companies undergo reduction in forces, liquidation, 
receivership, or judicial management. An employer who terminates an employment contract with no plan to fill the 
vacancy any time soon is presumed to have retrenched the employee. 
 
Currently, employers are only required to notify the MOM when they retrench five or more employees within a six-
month period. The requirement to notify the MOM of retrenchment applies to permanent employees, as well as 
contract employees with full contract terms of at least 6 months. For the first 4 employees who were notified of their 
retrenchment, the notification must be submitted within 5 working days after the 5th employee is notified. Thereafter, 
the notification must be submitted again within 5 working days after each further employee is notified of his 
retrenchment in any 6-month period. 
 
The Tripartite Partners – i.e., the MOM, the National Trades Union Congress and the Singapore National Employers 
Federation, being the government agencies in charge of employment policies at large – strongly encourage employers 
to take a long-term view of their manpower needs, including the need to maintain a strong Singaporean core, and 
preserve jobs as far as possible. When faced with excess manpower, retrenchment should always be the last resort, 
after other feasible options have been considered and exhausted. In this way, employers will retain their core 
capabilities, inspire loyalty in their workforce, and be well-positioned to emerge stronger in the recovery. 
 
Furthermore, during a retrenchment exercise, the employer must: 
 

i. notify affected employees of their retrenchment according to the terms for termination of employment in 
their contract of service;  

ii. pay all salaries, including unused annual leave, notice pay, etc. on their last day of work; and  
iii. help the affected employees look for alternative jobs in associate companies, other companies or through 

outplacement assistance programmes, e.g. job fairs, career fairs, career advice. 
 
Employers should also pay affected employees the retrenchment benefits, being payments given to compensate for 
the loss of employment. The amount of retrenchment benefit depends on what is provided for in the employment 
contract or collective agreement (for unionised companies). If there is no provision, it will have to be negotiated 
between the employees and the employer, provided that usually employees who have served the company for at least 
2 years are eligible for retrenchment benefits; those with less than 2 years’ service could be granted an ex-gratia 
payment out of goodwill. The prevailing norm is to pay a retrenchment benefit of between 2 weeks to 1 month salary 
per year of service, depending on the company’s financial position and the industry. 
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It must be noted that retrenchment benefits are not compulsory in Singapore: nevertheless, the Tripartite Partners 
strongly encourage employers to provide retrenchment benefits to dismissed employees.  
 
The new discipline  
 
Effective 1 November 2021, employers with at least 10 employees will be required to notify the MOM of all 
retrenchments regardless of the number of employees affected.  
 
The mandatory retrenchment notification must be filed by the employer within five working days after they provide 
notice of retrenchment to the affected employee(s). All other rules regarding the notification procedure to MOM and 
payments to employees, including payment of retrenchment benefits, if any, remain unchanged. 
 
Failure to comply with the requirement on mandatory retrenchment notifications under the Employment Act is a 
civil contravention, which can trigger administrative penalties. 
 
Companies with fewer than 10 employees may wish to notify MOM voluntarily so that help can be extended to their 
retrenched workers. 

 
Conclusion   
 

The change is being introduced to enable the Singapore government agencies in charge of employment policies (i.e., 
Workforce Singapore, the Ministry of Manpower, the National Trades Union Congress and the Singapore National 
Employers Federation) to better reach out to affected retrenched local employees and support them with job search 
support and identifying training to improve their skills and enhance employability.  
 
The change will also make the notification requirement more straightforward, as it will be clearer to employers when 
they must submit a notification, without need to track number of employees retrenched and their timeline. 
 
Nevertheless, most likely the change may also result in the MOM applying greater scrutiny to retrenchments in 
general: since employers are encouraged to carry out retrenchments with a view to maintain a strong Singaporean 
core, and the new requirement will give the MOM greater visibility if employers are complying with this guidance. 
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